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Abstract 
A performance appraisal system is important to any organisational work performance; it determines the 
organization’s success or failure. Several studies such as Nzuve (2007), Armstrong (2012), Yee and Chen (2009) 
define PA as a means of evaluating employees’ work performance over a given period of time. According 
Horsoo (2010) reports that employees viewed performance appraisal as discriminatory, punitive and judgemental 
processes, where cronyism and biased considerations dominated objectivity and thus ineffectiveness of the 
appraisal system.  The main objective of the present study was to assess the effects of personality factors on the 
effectiveness of employee performance appraisal system in institutions of higher learning in Nakuru County.  
The study adopted a survey design.  The study population comprised of all academic personnel in public 
universities Nakuru County.   A sample size of 224 respondents was selected randomly from a population of 507.  
This number was distributed among academic staff across all the departments and sections.  The instrument for 
collecting data was a questionnaire which was used to collect get both qualitative and quantitative data.  The 
questionnaire was distributed amongst the all academic staff in public universities in Nakuru County.  A total of 
220 out of 224 academic staff completed questionnaires, which represented all public universities in the county 
with varying demographic backgrounds.  Analysis of quantitative data was done to test hypothesis using the 
ANOVA and regression analysis.  The results indicated that job related factors (training and development, 
promotion and tasks in organisation had a positive impact on the effectiveness of employee performance 
appraisal system among the selected institutions of higher learning in Nakuru County.  An effective performance 
appraisal system enables organizations realize their goals as well as employees personal growth.    
Keywords: Employee performance appraisal system and personality.  
 
1.0 Introduction  
Performance appraisal (PA) refers to a process, which studies and evaluates the job performance of personnel 
formally (Armstrong, 2012, Mondy, 2008, Najafi et al., (2000)). Performance appraisal evaluates the individual 
overall contribution to the organization through assessment of his internal characteristics, working performance 
and his capability to pursue higher position(s) in an organization (Gruman & Saks, 2011).  Nzuve (2007), Yee 
and Chen (2009) define PA as a means of evaluating employees’ work performance over a given period of time. 
Appraisal is an effective instrument in the human resources management, which if performed correctly and 
logically, the organization will get its personnel to achieve their interests (Rezghi, 2000). EPAS is a key task 
towards managing the human resources of an organization in particular positions (Moon, et al., 2007). 
Human resources are arguably the most valuable assets of any organization and obviously constitute the largest 
corporate investment (Roslender et al., 2009). Employees’ skills and competencies have significant bearing on 
organizations’ productivity, profitability and continued survival (International Labour Conference, 2008). 
Therefore, in order to achieve corporate goals and remain in business there is the need to assess employees’ job 
performance and device strategies to manage them in an effective manner. Performance appraisals are 
indispensable for the effective supervision and costing of staff (Jabeen, 2011). It is an important factor in 
identifying people's talents and capacities and its results can make them aware of advancements, plans and goals 
(Hamidi, 2010). 
The issue of employees’ performance in relation to achieving organizational goals has occupied the attention of 
managements for a long time. Differences in levels of employees’ performance are attributed to differences in 
skill and ability in one part and difference levels of motivation in another (Boachie-Mensah and Dogbe, 2011). 
Inadequate skills and ability are usually rectified through training and development (Soh, 1998), while 
differences in motivation are corrected through appropriate motivational strategies and policies.  
Therefore, for well- functioning organizations, the use of performance appraisal cannot be overemphasized. 
However, the extent to which appraisals play a valuable role in the organization depends on how it is conducted. 
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PA is arguably an important aspect of contemporary human resource management, where each individual 
institution/organization sets out uniform criteria and processes, and procedures for assessing output of staff in 
terms of quality, quantity, cost, and time over a period, usually during the preceding year. 
Performance appraisal widely used for determining wages and salaries, promotion, training and development, 
providing performance feedback, and identifying employee strengths and weaknesses (Mathis & Jackson, 2005; 
Noe, et al. 2006; Khan, 2008). Bohlander and Snell (2007), and Mathis and Jackson (2005) identified two uses of 
performance appraisal information: (a) developmental uses, and (b) administrative uses. Developmental uses 
include, providing performance feedback, identifying individual strengths/weaknesses, recognizing individual 
performance, assisting in goal identification, evaluating goal achievement, identifying individual training needs, 
determining organisational training needs, reinforcing authority structure, allowing employees to discuss 
concerns, improving  communication, and providing a forum for leaders to help (Bohlander & Snell, 2007). 
Administrative uses include, documenting personnel decisions, determining promotion candidates, determining  
transfers and assignments, identifying poor performance, deciding retention or termination, deciding on layoffs, 
validating selection criteria, meeting legal requirements, evaluating training programs/progress, personnel 
planning, and making reward/compensation decisions (Bohlander & Snell, 2007). 
Generally, PA performs three functions; to provide adequate feedback to support employees’ development; to 
serve as a basis for modifying or changing behaviour to produce more effectively for organization; and to 
provide useful information to supervisors (Erdogan; 2000; Coens and Jenkins, 2002; Law, 2007).  There are 
various traditional appraisal techniques presently used by different organizations according to their objectives. 
Yee and Chen (2009) identify different techniques of performance appraisal, including: ranking; trait scale; 
critical incident; narrative; and criteria based. Terrence and Joyce (2004) also identifies other methods of 
measuring staff job performance including management by objective (MBO); work planning and review; 360 
degree appraisal; and peer review. Some organizations would choose the multifactorial approach, that is to “mix 
and match” or combine different techniques for their own performance appraisal that would meet their 
organizational needs. All available methods have their advantages and disadvantages.  Whatever the method of 
an appraisal, it must effectively address a particular organization’s human resource deficiencies. A well designed 
and an effective performance appraisal system should help the organization achieve its goals and objective if it is 
properly implemented. But a poorly designed appraisal system can create anxiety and sometimes can provoke 
the morale of employee (Chen and Mia, 2004; Mulvaney, McKinney and Grodsky, 2008).  
This analysis draws on the work of Brown and Heywood (2005), and four groups of variables are included as 
explanatory factors in our regression equation: workforce characteristics, level of job control, complementary 
HRM practices and structural factors.  According Horsoo (2010) reports that employees viewed employee 
performance appraisal systems as discriminatory, punitive and judgemental processes, where cronyism and 
biased considerations dominated objectivity and thus ineffectiveness of the appraisal system. This study 
therefore focused on analyzing personality as a determinants of effectiveness of employee performance appraisal 
system in selected institutes of higher learning in Nakuru County which were Egerton University and Laikipia 
University.    
 
2.0  Effect of Personality Factors on Effectiveness of Employee Performance Appraisal System  
Hogan and Shelton (2006) pointed out that the personality theories examine the variances and similarities in a 
person. The similarities can be used to predict one’s performance and behaviour, as they provide the collective 
attributes of human nature. Whereas, the variances provide the measures of individual’s performance and are 
used to describe human performances and behaviours. Experts in the field of personality are of the view that the 
individuals in fact have a stable and long term traits that affects behaviours at work (Denissen et al., 2011; 
Gerber et al., 2011). With reference to research on personality, some scholars captured that personality is the 
effective tool that predicts job performance (Ozer & Benet-Martinez, 2006; Schulman, 2011). The technique is 
mostly adopted at the time of personnel selection procedure (Barrick & Mount 2000). 
Studies on personality and organizational outcomes have received enormous attention by researchers in the 
organizational behaviour research stream. Latest studies illustrate that personality effects the environments in 
which individuals are living (Chen, 2004; Barrick et al., 2003) and plays a significant role to select the situation 
in which individuals decide to stay in.  According to Barrick and Mount (2005) the preference for organizational 
environments, the cycle of individuals one choose to interact with and the kind of activities one enjoys strongly 
relies on one's personality.  Cook and Crossman (2004) maintain that appraisal satisfaction is significant as it is 
found inter-correlated with perceived fairness. Colquitt, Conlon, Christopher and Ng(2001) and  Bies (2005) 
have recommended that increase in pay of the  employees is more effective for appraisal satisfaction. On the area 
of performance appraisal, Kuvas (2006) performed a cross-sectional survey of 593 employees from 64 
Norwegian savings banks. His results reinforce that there is a direct relation between performance appraisal 
satisfaction and affective commitments along with  turnover intentions. Thurston, McNall (2010) have found that 
appraisal satisfaction may not be achieved without organizational justice.    
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2.1  Motivation 
According to Mullins (2007) and Daft (2003) motivation is made up of forces internal and external which direct 
the way and persistence of action through enthusiasm. Motivation refers to “the reasons underlying behavior” 
(Guay et al., 2010). Paraphrasing Gredler, Broussard and Garrison (2004) broadly define motivation as “the 
attribute that moves us to do or not to do something.  Intrinsic motivation is motivation that is animated by 
personal enjoyment, interest, or pleasure.   Motivation involves a constellation of beliefs, perceptions, values, 
interests, and actions that are all closely related.  Daft states that employee motivation affects productivity and 
consequently profitability of the company.  No one works for free, nor should they. Employees want to earn 
reasonable salary and payment, and employees desire their workers to feel that is what they are getting. Money is 
the fundamental inducement, no other incentive or motivational technique comes even close to it with respect to 
its influential value (Sara et al, 2004). It has the supremacy to magnetize, maintain and motivate individuals 
towards higher performance. 
Frederick Taylor and his scientific management associate described money as the most fundamental factor in 
motivating the industrial workers to attain greater productivity (Adeyinka et al, 2007). 
Research has suggested that reward now cause satisfaction of the employee which directly influences 
performance of the employee (Kalimullah et al, 2010). Rewards are management tools that hopefully contribute 
to firm’s effectiveness by influencing individual or group behavior. All businesses use pay, promotion, bonuses 
or other types of rewards to motivate and encourage high level performances of employees (Reena et al, 2009). 
To use salaries as a motivator effectively, managers must consider salary structures which should include 
importance organization attach to each job, payment according to performance, personal or special allowances, 
fringe benefits, pensions and so on (Adeyinka et al, 2007). 
Therefore, it is the manager’s job to channel motivation towards the accomplishment of organisational goals and 
thus having effective performance appraisal system.     It is widely recognized in the human resource literature 
that promotion of the motivation of workers in both private and public organisations leads to a higher quality of 
human resources and optimum performance (Adeyinka et al, 2007). Consensus is also growing among managers 
about the significance of combining good human resource performance approaches on motivation incentives to 
encourage good performance.   Investment in workers through motivational measures are made today with the 
hope of future benefits for an organisation. 
A motivated and qualified workforce is crucial to increase productivity and the quality of the organisational 
services in order to achieve organisational objectives. The challenge and dilemma for many managers is how to 
create this type of motivation (Dieleman and Toonen, 2006). While there are many theories surrounding the 
notion of motivation, two distinct areas of motivation are usually mixed (Dieleman and Toonen, 2006). That is 
the emphasis placed on motivation to be rooted in a job and motivation to perform (Dieleman and Toonen 2006 ). 
Both are very vital and managers have to critically understand the impact of their activities in both areas 
(Dieleman and Toonen 2006:1). 
Motivation is significant because even people with the required knowledge, skills, and abilities will perform 
poorly if they are not motivated to devote their time and effort to work (Harris in Milapo, 2001). Workers have 
needs which a workplace must fulfil in order to avoid demotivation. When workers lack motivation they tend to 
resort to anti-work behaviours such as absenteeism, negligence of duty, late-coming, failure to meet deadlines, 
display of open frustration and all these factors work negative to the performance and credibility of an 
organization. Organizations need to place all efforts to ensure that incentives such as intrinsic motivators, 
extrinsic  motivators and performance management approaches are used in order to retain, attract, increase 
workers efforts, satisfaction and commitment.   
2.2 Attitude  
Attitudes and perceptions towards various aspects of performance appraisal systems and processes (e.g. 
perceptions of fairness and accuracy, appraisal determinants items, appraisal interview behaviors, appraisal 
satisfaction, and personal variables) have long been recognized (Landy et al., 1978; Pooyan and Eberhardt, 1989; 
Lathman and Wexley, 1994; Lee and Son, 1998). Previous research has attempted to identify characteristics of 
appraisal systems and processes that are related to employee satisfaction with the system and process. Landy et 
al. (1978) tested appraisal systems in general and found that employee perceptions of the appraisal processes of 
fairness and accuracy were a function of the frequency of evaluation, identification of goals to eliminate 
weaknesses, and supervisor knowledge of the subordinate’ duties and performance. Investigating employees’ 
attitudes towards various aspects of the performance appraisal system, Pooyan & Eberhardt (1990) found that 
open, two -way communication, mutual trust, opportunities for ratees to participate in goal setting, the 
supervisor’s knowledge of ratees’ performance, being evaluated on.  As has been previously noted, the research 
linking employee attributions to enhanced individual and organisation performance is scarce.  In one of the very 
few works that examined the potential influence of PM systems on employee attitudes and behaviours.  Biron, 
Farndale, and Paasuwe (2011) argued that particular structural configurations might drive employees’ attention 
to performance related issues, which are important from the organisational standpoint.  Similarly to Bowen and 
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Ostroff (2004), Biron et al (2011) claimed that organisational approach to selecting, designing, and utilizing 
HRM practices, sends signals potentially influencing employees’ attitudes and behaviours.  
In another recent work, Boon, Den Hartog, Boselie, and Paauwe (2011) investigated the relationship between 
employee perceptions of HRM practices and employee outcomes from the perspective of person-organisation (P-
O) and person-job (P-J) fit.  They have found that some relationships between the perception of HRM practices 
and employee outcomes appeared to occur indirectly, through P-O and P-J fit.  The authors concluded that 
managing employee perceptions of HRM might be a worthwhile goal for firms, as they can affect organisational 
performance.  
2.3  Perception  
In today’s competitive business world, it is understood that organisations can only compete with their rivals by 
innovating, and organisations can be innovative by managing their human resources well. The human resource 
system can become more effective by having a valid and accurate appraisal system used for rating performances 
of employees (Armstrong, 2009; Bohlander & Snell, 2004). Unfortunately, the number of organisations using an 
effective performance appraisal system (PAS) is limited (Hennessey & Bernadin, 2003). 
Perceptions of employees about the targets, outcomes and uses of performance appraisal (PA) results would be 
beneficial depending on a number of factors. For example, employees are more likely to be receptive and 
supportive of a given PA programme if they perceive the process as a useful source of feedback which helps to 
improve their performance (Mullins, 2007). Employees are likely to embrace and contribute meaningfully to a 
given PA scheme if they perceive it as an opportunity for promotion, and as an avenue for personal development 
opportunities, a chance to be visible and demonstrate skills and abilities, and an opportunity to network with 
others in the organisation. On the other hand, if employees perceive PA as an unreasonable attempt by 
management to exercise closer supervision and control over tasks they (employees) perform, various reactions 
may result. Perceptual processes are potent determinants of behaviour. According to Messer and White (2006), 
employees’ perceptions of fairness affect their likelihood to demonstrate organisational citizenship behaviours. 
PA will be effective if the appraisal process is clearly explained to, and agreed by the people involved (Anthony 
et al., 1999). Without adequate explanation or consultation, PA could turn counterproductive. 
In addition, staff motivation, attitude and behaviour development, communicating and aligning individual and 
organisational aims, and fostering positive relationships between management and staff are essential for 
successful appraisal (Armstrong, 2009).  
In order to obtain accurate PA information, raters must provide objective and unbiased ratings of employees. 
Due to difficulty in developing an accurate performance checklist, managers’ subjective opinions are frequently 
called for. Many organisations use some combination of subjective and objective assessment for actual PA. Yet, 
there are numerous problems in actual assessment of employee performance (Corbett & Kenny, 2001). The 
existence of such problems suggests that PAS may be fraught with biases or errors, resulting in compromised 
evaluations of employees’ accomplishments and capabilities. And the PAS of the institution of study might not 
be an exception. For a PAS to be perceived as fair, it must be free of bias. It is known that appraisal errors can 
harm perceptions of pay system fairness by confusing the relationship between true performance differences 
(Miceli et al., 1991). The importance of effective PA in organisations cannot be overemphasised as appraisals 
help develop individuals, improve organisational performance and feed into business planning. An 
understanding of the phenomenon, therefore, in every sector of human endeavour is imperative. 
 
3.0  METHOD 
The study employed a survey design a target population of 507 where a sample of 224 respondents were selected. 
The questionnaire categorized personality factors as one of the important factors influencing effectiveness of an 
appraisal system in higher learning institutions (Egerton and Laikipia University). This factor was subdivided 
into three: motivation, attitude and perception.  Motivation had six items, attitude 5 items and perception 3 items. 
Analysis of the factors and their dimensions realized the following results for motivation, attitude and perception. 
In order to carry out appropriate analysis, variable scores for each dimension were summed up to get the total 
scale score for further analysis. The items scale were ordinal from a low of 1 – strongly disagrees to a high of 5 – 
strongly agree.    
 
4.0  Results 
4.1  Motivation 
It is widely recognized in the human resource literature that promotion of the motivation of workers in both 
private and public organisations leads to a higher quality of human resources and optimum performance 
(Adeyinka et al, 2007). Motivation is significant because even people with the required knowledge, skills, and 
abilities will perform poorly if they are not motivated to devote their time and effort to work (Harris in Milapo, 
2001).  
On motivation and compensation system, respondent indicate compensation system is attractive and therefore a 
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motivation. Those that thought otherwise were represented by 17.3 and 6.1 percent as 10 percent were unsure. 
Internal equity in salary was another measure of motivation which indicated that 57.5 percent of those surveyed 
agreed to salaries being internally equitable. 21.2 percent had different opinions   6.1 percent strongly agreed and 
another 5 percent strongly disagreed. When salaries are considered equitable internally then employees are 
motivated to work harder since there is fairness in reward and compensation.   
External Equity in salary revealed that majority of respondents 59.6 percent disagreed that they did not think 
there was external equity in salary. This was followed by a group that comprised of 19.7 percent who agreed that 
there was a presence of equitable external salary while 14.6 percent  indicated that they were not aware of 
presence of equitable external salary.  5.1 strongly disagreed and 1.1 percent strongly agreed. Respondents were 
asked whether they thought the salary they received was commensurate to work they do. Here, 46.4 percent 
disagreed with a further 11.2 percent disagreeing strongly. 25.1 percent agreed and a further 2.8 percent agreeing 
strongly that salary reflected performance.  
An acceptable salary should reflect the standard of living expected by the employee.  Results revealed that 48 
percent disagreed that salary improved standard of living, but only 14 percent agreed with 3.4 percent agreeing 
more. 20.3 percent strong disagreed while 13.6 were not sure.   
4.2 Attitude    
Pooyan & Eberhardt (1990) found that open, two -way communication, mutual trust, opportunities for ratees to 
participate in goal setting, the supervisor’s knowledge of ratees’ performance, being evaluated on. Attitude and 
perceptions towards performance appraisal systems and process have been recognized by various scholars 
Attitudes towards seniors has a greater influence on how the rating exercise will be viewed by subjects. This can 
also extend towards other colleagues and groups of employees. 
Table below contain a summary of data relating to attitude of respondents towards the institutions where they 
work, colleagues, relationships and discipline. For instance table 4.11 indicates their 54.2 percent of the 
respondents of this question are satisfied with their work. 21.8 percent more in agreement while 12.8 percent 
disagreed or were not satisfied with their work. 
Following closely on the issue of attitude was the question on whether the responders felt valued as workers.  
Results revealed that 34.6 percent did not feel valued as workers. Those feeling valued comprised 16.8 and 12.8 
percent, including those who felt more strongly. As a result a slightly high proportion 11.7 percent strongly 
disagreed that they did not feel valued . A further 24 percent were not sure.  
The study also sought to find out whether relationships with co-workers were good. From the summary from the 
table, 32.6 percent and 7.3 percent agreed and strongly agreed respectively that the interpersonal relationship at 
work was good.  30.9 percent disagreed, 1.7 percent strongly disagreed that interpersonal relationship at work is 
good.  27.5 percent were unsure.  
Between work groups, the relationship was stated as good as shown on table as follows.  34.3 percent and 3.9 
percent agreed and strongly agreed respectively that the intergroup relationship at work was good.  32 percent 
disagreed, 1.7 percent strongly disagreed that intergroup relationship at work is good.  28 percent were unsure.  
This is made to improve relationship between groups to enhance productivity through seamless work 
relationships. Intergroup cohesiveness is good for productivity. Highly homogeneous group are less 
dysfunctional. Therefore encouraging group unity and function is necessary in any organization.  
Discipline is important at the work place. It relates to self control and taking responsibility for ones action. 
Discharging one duty with little or no supervision is a function of individual discipline. So is discipline highly 
observed among academic staff members of the universities involved in this study? The answer to this question 
revealed that 45.8 percent disagreed that discipline, sincerity, dedication are highly observed, 12.3 percent 
strongly disagreed.   Only 21.2 percent agreed and 3.9 percent strongly agreed that discipline, sincerity, 
dedication are highly oberseved.  16.8 percent were unsure of the same.  The table below illustrates that 
effectiveness of employee performance appraisal system is made to improve discipline. This can be achieved 
through having a policy on conduct of individual members of staff at the universities.  
4.3 Perception  
According to Messer and White (2006), employees’ perceptions of fairness affect their likelihood to demonstrate 
organisational citizenship behaviours. PA will be effective if the appraisal process is clearly explained to, and 
agreed by the people involved (Anthony et al., 1999). Without adequate explanation or consultation, PA could 
turn counterproductive. Perceptions of employees about the targets, outcomes and uses of performance appraisal 
(PA) results would be beneficial depending on a number of factors. For example, employees are more likely to 
be receptive and supportive of a given PA programme if they perceive the process as a useful source of feedback 
which helps to improve their performance (Mullins, 2007). 
Perception by respondents on appraisal system was further measured using three items. The first was to find out 
whether the opinion of respondent considered rating of performance as based on performance and not personality 
or other matters. Here 56 percent agreed to the evaluation being objectives as not influenced by other external 
factors on the other hand total of about 43 percent (22 and 20.9) disagreed. This is also linked to the question of 
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absence of bias when evaluating capability of performance. The “Yes” and “No” groups were divided equality 
39.5 percent that rating is given without regard to how the rate will receive it. The rating given was also 
indicated as consistent by 34 percent while those opposed were 40 percent hence it appears then that there is 
some inconsistence in the rating of employee performance in the said universities. Twenty percent level unsure 
about this. 
Correlation Coefficients between the Dimensions and Personality 
Table 1 on coefficients below involving the three dimensions of personality reveal that attitude has the strongest 
and positive relationship with personality 0.894 which is also significant. This is followed by motivation with a 
correlation coefficient of 0.812 and lastly perception 0.788. All the relationships were positive and significant at 
5 percent one tailed test. Consequently, effort to strengthen personality factors must focus on attitude change 
first followed by motivation. 
Table 1 Correlations 
Spearman rho. Motivation. Attitude. Perception. 
RHO Personality factors .812
**
 .894
**
 .788
**
 
 .000 .000 .000 
 166 166 166 
**Significant correlations at 0.05 level. 
The correlation between personality factors and effectiveness of appraisal system (PAS)show that the association 
positively and moderately strong (0.511). This is also significant with N=155. This is revealed by table 2 below. 
Personality factors when regressed against appraisal effectiveness showed that variation in perceptions about 
effectiveness of appraisal was explained by personality factors between 30.3 and 42.2 percent. The model 
summary table 2 generated from a logistic process of analysis is shown below. 
 
Table 2 
   Personality Factors. 
Spearman's rho Effective Appraisal. Correlation Coefficient .511
**
 
Sig. (1-tailed) .000 
N 155 
**. Correlation is significant at the 0.05 level (1-tailed). 
  
Finally, the logistic regression model constructed of the form:- 
                                    
ze
pi
pi
Ln −=





−
=
1
 
 Where:- 
 Z =  + Xί + ί   =   + Xί + ί         ; X = Personality factors 
e
-7.646  +  0.155x  
  
Table 4 Variables in the Equation 
  
B S.E. Wald df Sig. Exp(B) 
95% C.I.for 
EXP(B) 
  Lower Upper 
Step 1
a
 Personality Factors .155 .026 36.216 1 .000 1.168 1.110 1.228 
Constant -7.646 1.173 42.464 1 .000 .000   
a. Variable(s) entered on step 1: Personality Factors. 
This is interpreted as; when personality factors increase by a unit, the probability of effectiveness of the appraisal 
system increases by 1.168 times or 16.8 percent (see table 4above). 
 
5.0   Discussion 
The present study shows that effectiveness of employee performance appraisal system in higher learning 
institution is equally important if only the personality factors (motivation, attitude and perception) are be put into 
consideration. Satisfaction level with EPAS at Egerton and Laikipia universities among members of academic 
staff is how only 39% of respondents were satisfied while 40 percent were dissatisfied. Respondents were 169 
and 51 from Egerton and Laikipia universities respectively.  The objective of this study was to  assess the effect 
of personality factors on effectiveness of employee performance appraisal systems in institutions of higher 
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learning in Nakuru county.  Below, the major conclusions drawn from this study are discussed as follows   
Employee performance appraisal system is the only tangible metric way by which an organization can know the 
level of performance of its diverse employees.  Although most employees are aware of the  EPAS used in the 
public universities, the conclusion to that indeed at the universities studied, satisfaction is below average, there 
are problems with EPAS that can be addressed more accurately to improve performance of employees.  In order 
to predict possibility of EPAS being judged as effective, a necessary tool for improving performance, personality 
factors should be addressed.  The elements to target should be lead by nature of motivation, followed by attitude 
and lastly perception issues.  The elements are positively and strongly related to personality factors.  In turn, 
personality factors  influence EPAS.   
 
6.0  Conclusion and Recommendation 
The conclusion to that indeed at the university studied, satisfaction is below average but there are problems with 
EPAS can be addressed more accurately to improve performance of employees.  In order to predict possibility of 
EPAS being judged as effective and therefore a necessary tool for improving performance, personality factors 
should be addressed.   Personality factor is enhanced by attitudes.  A change of attitude would provide a more 
significant impact that would change the way EPAS will be viewed when administered.  Motivation issues must 
also be considered alongside attitude change to improve perceptions of academic staff member about EPAS.  
Perception and attitudes are closely related and would share a lot (interactive).  Therefore overall, a change of 
attitude that staff members may be having would be more important.    
The University management starting from chairman of department to policy making organ should pay attention 
to how staff members are being evaluated because the existing system is not satisfactory.   There is a problem 
either with the way EPAS is being conducted or what is contained as measurement parameters.  This is the 
reason satisfaction level is below 40 percent.  If this is not done the quality of teaching is likely to fall leading to 
a fall in the standards among students of the university. Attention should first be given to how EPAS is 
constructed level of participation, parameter and that link between EPAS and personality factors be appreciated.    
Personality factors are positively and significantly related to EPAS.  Strengthening these factors through 
respective elements would promote effectiveness of any appraisal system.   There exists a significant change of 
improving the current system of appraising university staff.  A unit improvement in personality factors increases 
the probability of viewing EPAS effective by about 13 percent.  Personality factors are intrinsic in nature but can 
be enhanced by providing support systems that are external in nature to change attitude like regular counseling 
meetings, motion talks, regular trainings and encouraging social support system.  The relationship between 
EPAS and the independent variable show all positive and significant at the 5% level.  A lot of time and other 
resources can be spend on targeted elements already on motivation, attitude and perception as  discussed to 
improve employee performance and view of appraisal systems.  
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